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Abstract. Transformational leadership is more effective and better if applied in the hospital
sector. Transformational leadership is leadership that can influence the behavior of others in
carrying out their work to achieve organizational goals. Nurses' clinical performance is expected
to show their professional contribution in improving the quality of nursing services that have an
impact on health services in hospitals. This study was conducted at PTPN hospital. Explanatory
research design with a sample size of 150 respondents, random sampling method. This study
uses PLS analysis. The novelty of this study is that transformational leadership with mediation
of social competence and self-efficacy has a positive effect on performance, but it has a direct
insignificant effect on nurse performance.
Introduction
Nurses are professions that currently needed and their competence is always improved to carry out nursing tasks
as an effort to accelerate patient healing. A nurse needs the skills acquired in education, so the nurse is a large
percentage of staff in providing nursing services, both directly and indirectly to patients (Tun Huseno, 2007).
Through the clinical performance of nurses, it is hoped that it can demonstrate its professional contribution
significantly in improving the quality of nursing services that affect health services in general at the organization
where it works. The nurse performance depends on the individual ability, in addition to know the nurse's
performance objectively, the supervisor's assessment is directly treated. Nurse supervisors are direct leaders who
provide performance appraisals to nurses. Factors that determine the performance of employees (nurses) according
to Locander et al. (2002) are leadership. Salanova, et al. (2011) explained that transformational leadership is able
to predict nurse performance through self-efficacy. Saxe (2011) proved that transformational leadership had a
positive effect on social and emotional competence.
Research on the performance of nurses in PTPN Indonesia hospitals is based on the reports on the arrival
and return of nurses. It is known that nurses often spend time in hospitals more than they should, so it
can affect the service performance to the patients. The low performance of nurses is shown by the low
level of service delivered and the low performance of hospitals, in addition to being caused by low
competency and individual behavior in order to do work according to the standards set. Nurses who
have high performance will exert all the potential they have to complete the work carried out in
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accordance with the standards set by the hospital. The suitability of the work performed by nurses with
the performance standards set by this hospital will ultimately have an impact on the output and outcome
that will be consumed by the community associated with the hospital.
1. Literature Review
Transformational Leadership Approach according to Avolio and Bass (2009) transformational
leadership increases self-confidence, motivation and satisfaction of group members by increasing unity
among members. Moreover Yukl (2005) says that transformational leadership is basically leadership
that motivates followers to transcend their self-interest for common goals, vision and / or mission.
Tracey (2002) states that typical transformational leaders will maintain personal and group
improvements, share vision, inspire the organization, and encourage commitment and motivate towards
important goals.
According to Crystal et al, (2012) social competency refers to the ability of individuals to develop and
utilize resources through interpersonal skills. Social competence influences the results of interpersonal
exchanges involved in entrepreneurship (Walter et al., 2006).
Saxe (2011) states the relationship between transformational leadership on social competence in his
research. Empirical support that explains the influence of social competence on performance is done by
Hairudinor (2014). Through interpersonal ability in subordinate social competence, it is expected to be
able to better understand the situation of others who are an integral part of the work carried out.
Walumbwa's et al. (2008) has proven that transformational leadership and nurse performance are
positively related. Salanova et al. (2011) in their research found that the transformational leadership
affect the performance. Based on some of the research findings above, a leader through transformational
leadership can stimulate and inspire the ability of his subordinates to improve their performance better
in completing work, besides transformational leaders can empower followers to develop into leaders.
Walumba et al. (2008) and Salanova et al. (2011) found the influence of transformational leadership
on self-efficacy in their study. Based on some findings above, it does not make a leader with
transformational leadership doubtful to be able to encourage and improve the self-efficacy of his
subordinates. Bandura (1997) stated self-efficacy as an individual's belief in "their ability to produce a
designated level of performance has an effect on events that affect their lives. Self-efficacy beliefs
determine how people feel, think, motivate themselves and behave”.
Ivancevich et al. (2006) explained that self-efficacy is related to personal beliefs about competence and
self-ability. Specifically, it refers to one's belief in the ability to successfully complete a task. The
confidence regarding to the self-efficacy is something that is learned. Appelbaum and Hare (1996) said
that three dimensions of self-efficacy (1) Magnitude; believe that someone can finish a difficult task;
(2) Strength; believe that someone can finish the work assigned; and (3) Generality; believe that
someone can make a decision based on the situation.
2. Research Methods
This study has a type of quantitative research that explains the influence between variables, also the
design of explanatory research. Research analysis unit of PTPN Indonesia hospital nurses, consisting of
PTPN X hospital (Jember Klinik hospital Jember) and PTPN XII (Kaliwates Jember hospital) to
examine the relationship between transformational leadership and social competence, transformational
leadership and self-efficacy, social competence and performance, and self efficacy and performance.
The sample size is 150 respondents with random sampling method. Because both hospitals are the largest
hospitals owned by PT Perkebunan Nusantara (PTPN) Indonesia. The analysis model in this study uses
PLS analysis.
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3. Research Results and Discussion
Testing the hypothesis in the PLS Analysis uses the t test by applying the bootstrap resampling method.
The results of testing the influence hypothesis directly in the following tabel.
Table 1. Direct influence hypothesis test results
No Relations between Variables PathCoefficient
p-
value Description
1 TransformationalLeadership (X)
Performance
(Y3) 0.115726 0.0963
Not
significant
2 TransformationalLeadership (X)
Social
Competence
(Y1)
0.623232 0.0000 Significant
3 TransformationalLeadership (X)
Self-efficacy
(Y2) 0.116660 0.0020 Significant
4 Social Competence(Y1)
Performance
(Y3) 0.670039 0.0000 Significant
5 Self-efficacy (Y2) Performance(Y3) 0.422713 0.0084 Significant
Description: significant at α 5%
Source: Results of Analysis, 2017
The test results are also presented in the form of a graph which is a path diagram as follows.
Figure 1. Path Diagram
Based on Table and Figure 1, described as a follows. Transformational leadership on performance
obtained by the beta coefficient (β) of 0.115726, with a ρ-value of 0.0963> 0.050, the hypothesis is
rejected. Transformational leadership has no significant effect on performance, means that the nurse
performance in hospitals has no direct significance (not significant) to the transformational leadership.
The results of this study support the research of Insan (2013) which found that transformational
leadership had no significant effect on the performance of PLN employees in South Sulawesi;
Hairudinor (2014) states that transformational leadership has no significant effect on the performance
of nurses in private hospitals in the province of South Kalimantan. However, Thamrin (2012) and
Shahhosseini et al, (2013) stated that transformational leadership has a significant effect on employee
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performance. The novelty of this study is that the low performance of nurses is due to: (1) for poly
nurses working on service for patients and the administrative work of the Social Security Administrator
(BPJ). The nurse's work on the service to the patient causes boredom when the patient waiting the doctor
arrival until he is served by the relevant poly doctor. Poly doctors, especially speculators who arrive at
the hospital tend to be late. BPJS administration work requires its own thinking, because the filled BPJS
files need a lot of time; (2) for nurses in hospitalization, the number of nurses is inadequate compared
to the number of patients hospitalized; (3) the difference in medical services, the patient chooses the
doctor who will treat him, so that if there are many patients, there are also many care services, which is
results in different income earned from medical services between nurses.
Transformational leadership on social competence obtained by the beta (β) coefficient of 0.623232, with
a 0.0000 ρ-value. because of the value was 0.0000 <0.050, then the hypothesis is accepted. This
discovery proved that transformational leadership and social competence had significant effect. Leaders
are figures who determine nurses' personalities very much, since the leaders are the motivator for nurses.
Through the leaders’s motivation, the nurse will be motivated for their work, on the contrary also the
behavior shown by the leader who is less pleased with the nurse can reduce the enthusiasm and
motivation of the nurse to work. This study supports Saxe's findings (2011) in his research proving the
significant influence of transformational leadership on social competence. Hairudinor (2014) stated that
transformational leadership and social competence had significant effects.
Transformational leadership on self-efficacy obtained by the beta coefficient (β) of 0.116660, with a
0.0020 ρ-value. because of the ρ-value was 0.0020 <0.050, then the hypothesis is accepted. This study
proves the significant effect of transformational leadership and self-efficacy, means that the better
transformational leadership, the better the self-efficacy of nurses will be. Having great confidence in the
ability to complete work is a form of initial capital that must be possessed by nurses, because by having
that belief the nurse can start the work without thinking too much about the work or not. These findings
confirm and expand the results of research conducted by Walumbwa (2008) and Parker, 1994: Jex et al,
2001 (in Bandura, 1997).
Social competence on the performance of nurses obtained by the beta coefficient (β) of 0.670039, with
a 0.000 ρ-value. because of ρ-value 0.670039 <0.050, then the hypothesis is accepted. Thus the
hypothesis that social competence has a significant effect on performance is accepted; This study proves
that social competence and nurse performance had significant effects, means that the higher the social
competence, the higher the performance of nurses and vice versa. The influence of social competence
nurses on performance, shows that nurses who are able to meet their social needs will have an impact
on performance. The social needs of nurses can be fulfilled by the nurse ability to socialize with the
colleagues, managers, and patients during the working hours, that the nurse performance will be better.
Empirical support that explains the influence of social competence on performance is done by
Hairudinor (2014).
Self-efficacy on nurse performance obtained beta coefficient (β) of 0.422713, with 0.0084 ρ-value.
because of ρ-value was < 0.005. The results of this study confirm the results of research conducted by
Bandura (1987); Khurshid, et al. (2012). The increase in the performance of nurses is caused by the
nurse’s personal ability, such as fulfilling the specified services including nurses collecting data about
the client's health status systematically, comprehensively, accurately, concisely and continuously, nurses
analyze assessment data to formulate nursing diagnoses, nurses make nursing action plans to overcome
problems and improve client health, nurses implement the identified actions in the nursing care plan,
nurses evaluate the client's progress toward nursing actions in achieving goals and revising basic data
and planning.
4. Conclusion
The conclusion of the novelty in this research is that the transformational leadership with the mediation
of social competence and self-efficacy had significant positive effect on performance, while on nurse
performance, it had direct insignificant positive effect. The low performance of nurse was caused by
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double works exhaustion, spending more time at the hospital more than the usual standard. The
transformational leadership should be top-down, but can be directly observed with the bottom-up and
horizontal method.
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